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i  n  g  ? 


"This  industry  has 
struggled  for  years 
now  (with  a  growing 
skills  shortage), 
if  s  getting  tougher 
and  tougher  to  get 
kids  into  the  trade. 
So  any  time  1  can 
get  kids  in  here 
ifs  good  for  the 
industry. 
John  Leeming, 
owner.  Cosmos 
Collision,  Calgary 


Employers  who  give  young  workers  a  chance  have  a 
unique  opportunity  to  grow  their  businesses  and  remain 
competitive  in  the  21st  century. 
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I  I  ow  old  is  your  business?  No,  we're 
not  asking  liow  many  years  your  company 
has  been  in  business.  To  rephrase  the 
question:  what  is  the  average  age  of  your 
worlcforce?  Twentysomething?  Thirty- 
something?  Try  fortysomething.  If  your 
company  is  like  most,  you  will  find  the 
average  age  of  your  workforce  creeping 
up.  In  some  shops  the  average  age  of  their 
skilled  workers  is  already  over  45.  What 
happens  to  the  business  when  they  retire? 


WORKER  BOOM  IS  GOING  BUST 


If  you've  been  in  business  for  some  time, 
you're  probably  a  member  of  the  Baby 
Boom  generation  born  between  1947  and 
1966  and  are  used  to  hiring  from  the  vast 
labor  pool  of  fellow  Boomers.  People  in 
the  upper  range  of  the  Boomer  generation 
are  now  over  50  and  approaching  retire- 
ment age.  Unless  you're  planning  to  retire 
your  business  along  with  your  workforce, 
you  will  need  to  start  planning  now  to 


rejuvenate  your  company.  That  means 
hiring  from  a  younger  pool  of  workers. 

There's  already  a  growing  shortage  of 
skilled  workers  throughout  Canada.  At  the 
same  time,  unemployment  among  youth 
nationally  remains  high.  Even  in  Alberta's 
robust  economy,  the  unemployment  rate 
for  young  people  is  nearly  double  that  for 
all  ages. 

Many  employers  are  not  willing  to  look 
beyond  young  workers'  relative  lack  of  job 
experience  and  give  them  a  chance  to 
prove  themselves.  The  same  employers 
are  overlooking  a  unique  opportunity  to 
grow  their  businesses  and  remain  competi- 
tive in  the  21st  century. 


EMPLOYERS  HAVE  A  UNIQUE  OPPORTUNITY 


One  key  factor  in  the  economic  growth  of 
any  business  is  the  employees  who  bring 
knowledge  and  skills  to  the  workplace. 
Employers  who  take  a  proactive  approach 
now  to  welcome  and  train  their  next 
generation  of  workers  will  be  the  big 
winners  in  the  future. 
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REJUVENATING 
YOUR  BUSINESS 


HOW      ARE      YOUR  DEMOGRAPHICS? 


H  ave  you  taken  a  good  look  at  your  workforce  lately?  The  answers  to  these  questions  will 
provide  a  demographic  profile  of  your  business.  They  should  also  help  you  identify  where  your 
business  could  be  at  risk  as  your  workforce  ages  in  the  coming  years. 


SELF-ASSESSMENT  QUESTIONNAIRE 

1 .  What  is  the  average  age  of  your 
workforce? 

2.  Has  this  average  shifted  over  the  past 
five  years?  In  which  direction? 

3.  What  per  cent  of  your  workforce  is 
between  the  ages  of  16  and  29? 

4.  How  many  young  people  have  you 
hired  in  the  past  five  years? 

5.  How  many  young  people  are  part-time? 
Full-time?  Temporary? 

6.  Are  young  employees  concentrated  in  a 
particular  part  of  your  company? 

7.  What  has  been  the  average  age  of 
people  who  have  been  laid  off  or  who 
have  left  voluntarily? 


9.  What  kind  of  training  do  young  people 
get  in  your  company?  How  does  this 
compare  with  the  training  you  provide 
older  workers? 

10.  How  did  you  get  your  first  job?  Do 
young  people  have  the  same 
opportunity  with  your  company? 


8.   Are  key  people  due  to  retire  or  leave 
soon?  If  so,  how  many?  How  are  you 
planning  to  replace  their  skills  and 
knowledge? 


REJUVENATING 
YOUR  BUSINESS 
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Generation  Nex 


o     Are  These 
ng  People? 


Today's  young  people  are  markedly  different  from  those 

WHO  CAME  before  THEM.  SmART  AND  SELF-RELIANT,  THEY  MAY  BE 
IDEALLY  SUITED  TO  FORM  THE  WORKFORCE  OF  THE  FUTURE. 


r-    ome  call  them  Generation  Next.  Some 
call  them  Twentysomethings.  Whatever 
they're  called,  the  generation  born  after 
the  Baby  Boomers  is  markedly  different 
than  those  who  came  before  them. 

Many  of  this  generation  were  raised  to  be 
more  independent  than  previous  genera- 
tions. They  learned  early  to  take  care  of 
themselves  and  solve  problems  on  their  own. 

This  generation  was  also  raised  in  the  midst 
of  an  information  and  technology  explosion. 
For  them,  learning  is  closely  linked  to  com- 
puters and  to  pulling  information  in  from  a 
variety  of  sources.  Where  you  might  be 
comfortable  reading  a  manual  cover  to 


cover  starting  with  page  1,  they  would  be 
more  at  home  learning  by  jumping  around 
in  the  manual  and  using  other  media,  too. 
As  a  result,  they  are  flexible,  adaptable,  alert 
to  feedback  and  change  in  their  environ- 
ment, and  comfortable  with  technology. 

Growing  up  in  a  period  of  downsizing  and 
deficits,  today's  youth  know  that  jobs  and 
benefits  will  not  come  as  easily  to  them  as 
they  did  to  their  parents.  Rather  than 
discourage  them,  however,  this  has  made 
them  more  entrepreneurial  and  given  them 
a  more  competitive  edge. 

In  short,  today's  youth  are  ideally  suited 
to  form  the  workforce  of  the  future. 


WHY         HIRE  YOUTH? 


Why  wouldn't  you  when  you  count  the  advantages  today's  young  people  bring  to  the  job: 


1 .  Today's  youth  are: 

•  technologically/computer  literate 

•  flexible  and  adaptable  to  change 

•  imaginative  and  full  of  fresh  ideas 

•  entrepreneurial 

•  motivated 

•  independent 

•  eager  to  learn 

•  energetic 

•  willing  to  experiment  with  new  ideas 


2.  They  can  be  trained  to  meet  the  unique 
needs  of  your  business. 

3.  They  help  diversify  your  work  force, 
bringing  in  a  wider  range  of  ideas  from 
different  perspectives. 

4.  They  can  provide  useful  information  on 
what  marketing  strategies  to  use  when 
targeting  young  consumers. 
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1  a  t  i  o  n  s  h  i  p 

f  you've  come  this  far,  you  probably 
have  some  concerns  about  staffing  your 
business  for  the  future.  You  are  also 
interested  in  bringing  in  some  new  ideas, 
energy,  and  ways  of  doing  things  to  meet 
the  challenges  beyond  the  year  2000. 

The  previous  section  showed  that  today's 
young  people  have  some  of  the  qualities  a 
business  like  yours  needs  to  achieve  your 
goals  for  success.  Your  bottom  line  needs 
may  dovetail  very  well  with  the  opportu- 
nities young  workers  have  to  offer  a 
business  with  its  eye  on  the  future.  This 
sounds  like  the  makings  of  a  win/win 
relationship. 


What  next? 

1.  Set  goals  in  your  staffing  plans  to  hire 
young  people. 

2.  Determine  what  kind  of  training  young 
people  might  need  to  fit  into  your  company 
and  how  you  will  provide  that  training. 

3.  Consider  how  the  motivation  of  young 
employees  might  differ  from  those  of  older 
workers  and  plan  appropriate  incentives. 

4.  Look  into  local  business  initiatives 
designed  to  deal  with  youth  employment 
issues  and  find  out  how  other  companies 
have  brought  young  workers  into  their 
businesses  and  what  results  they  have 
achieved. 


CASE        STUDY:        AMBER        E^  ^^GY 


mber  Energy  Inc.,  an  Alberta  oil  field 
exploration  and  production  company,  hired 
two  inexperienced  young  men  as  temporary 
employees  to  stock  their  new  warehouse. 
When  the  assignment  ended,  the  company 
decided  to  keep  the  young  workers  on  to 
fill  positions  as  oil  field  operators,  even 
though  many  experienced  workers  were 
available. 

"Both  were  honest  workers,"  says  Dwain 
McMillan,  coordinator  at  Amber.  "They  were 
enthusiastic,  and  they  wanted  to  work.  They 
realized  what  an  opportunity  they  had  here 
if  they  wanted  to  apply  themselves."  The 
company  drew  up  a  training  program  for 
the  young  men  and  applied  to  participate  in 
a  Youth  Employment  Services  program  that 
paid  part  of  their  training  costs.  The  young 


workers  received  on-the-job  training  as  well 
as  a  two-week  course  outside  the  company 
for  oil  field  operators.  During  the  six-month 
training  period,  two  supervisors  worked 
closely  with  the  young  men.  At  the  end  of 
the  training  period,  the  youths  qualified  to 
work  as  operators  and  were  hired  to  per- 
manent positions. 

The  experience  was  a  win/win  situation  for 
the  company  and  the  young  workers.  "The 
oilfield  is  getting  older  by  the  day,"  says 
McMillan.  "But  the  average  age  at  Amber  is 
younger  than  others  in  the  business 
because  our  philosophy  has  always  been:  if 
you  believe  you're  going  to  have  any  skilled 
workers  down  the  road  you  have  to  train 
them  now." 


Getting  started:  there  are  a  variety  of  options  for 
integrating  young  workers  into  your  business. 


^^^nce  you've  decided  to  bring  young 
workers  into  your  company,  where  do  you 
start?  Tiiere  are  several  options: 


HIRE  OUTRIGHT 


You  could  create  a  new  position  or  fill  an 
existing  position  by  hiring  a  young  person 
on  a  full-time  or  part-time  basis.  To  ensure 
you've  made  a  good  match,  you  might 
want  to  establish  a  probationary  period  of 
six  months,  for  example. 


TEMPORARY  OR  SUMMER  STUDENTS 


Hire  a  young  person  for  a  summer  job  or 
to  fill  in  for  an  employee  on  a  temporary 
leave  of  absence.  If  the  employee  is  a  good 
fit  for  your  company,  you  may  consider  a 
full-time  or  more  permanent  position. 


"TRY  BEFORE  YOU  BUY 


Participate  in  an  applied  learning  work 
experience  program.  This  option  includes 
co-operative  education  and  internship 
programs  offered  by  post-secondary  insti- 
tutions, registered  apprenticeship  pro- 
grams offered  through  high  schools,  and 
other  programs  that  provide  meaningful 
practical  work  experience  for  students. 

Co-operative  education  and  internship 
programs: 

Students  alternate  semesters  of  academic 
study  with  periods  of  paid  employment  in 
a  position  related  to  their  program.  This 
arrangement  lets  students  acquire  relevant 
experience  while  they  earn  money  to  help 
finance  their  studies.  This  is  also  a  cost- 
effective  way  for  managers  to  hire  skilled, 
motivated,  career-oriented  people. 

Co-operative  education  and  internship 
programs  give  you  the  opportunity  to 
build  a  continuous  relationship  with  a  stu- 
dent over  the  course  of  his  or  her  studies. 
As  a  result,  you  will  have  access  to  an 
employee  who  can  contribute  immediately 
to  the  bottom  line  of  your  company. 


Contact  local  post-secondary  institutions 
for  details  on  their  co-op  education 
programs. 

Registered  Apprenticeship  Programs 
(RAP) 

Apprenticeships  in  the  trades  are  an 
excellent  way  to  grow  your  own  skilled 
employees  and  to  pass  skills  down  from 
your  aging  workforce. 

Alberta  Advanced  Education  and  Career 
Development  runs  a  Registered  Appren- 
ticeship Program  jointly  with  Alberta  Edu- 
cation. The  program  allows  high  school 
students  to  apprentice  in  a  trade  while  still 
in  school  and  receive  up  to  40  high  school 
credits  for  time  spent  on  the  job.  The 
employer  agrees  to  pay  the  student  at 
least  minimum  wage.  A  private  foundation, 
CAREERS:  The  Next  Generation,  offers  a 
RAP  PLUS  program  that  pre-screens  and 
pre-qualifies  apprentices  and  matches 
them  with  employers  in  their  communi- 
ties. See  the  Resources  section  for  details 
on  how  to  contact  these  programs. 

Other  work  experience  programs 

Many  communities  have  youth  employabil- 
ity  programs  designed  to  provide  meaning- 
ful work  experience  opportunities  for 
youth  while  building  the  skill  level  of  the 
local  workforce.  Most  will  link  employers 
with  willing,  energetic  youth.  Contact  your 
local  youth  centre,  chamber  of  commerce 
or  economic  development  authority  for  a 
program  in  your  community. 


PARTICIPATE  IN  A    OB  FAIR 


Many  local  economic  development  authori- 
ties and  chambers  of  commerce  organize 
career  fairs  for  youth.  Find  out  if  such  an 
event  is  planned  in  your  area  soon  and  set 
up  a  booth  (or  share  one  with  another 
business).  You  can  be  sure  the  young  peo- 
ple who  attend  these  events  are  motivated. 
Even  if  you're  not  hiring  just  yet,  this  is  a 
good  way  to  begin  making  connections 
with  youth  who  might  become  part  of  your 
workforce  in  the  future. 


GET  INVOLVED 


Even  if  you're  not  in  a  position  to  hire 
someone  right  now,  you  could  inject  a 
little  youth  into  your  business  and  give  a 
young  person  valuable  experience  by 
letting  a  student  job  shadow  in  your 
company.  Contact  your  local  school  boards 
or  chamber  of  commerce  for  programs 
that  link  students  with  businesses  for 
applied  learning  experiences. 
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R  e  c  r  u  i  t  i  n 

T/h 

ye  Best 
ung  People 

WHERE  TO  LOOK 


I 


n  addition  to  pursuing  worlc  experience 
options  outlined  in  the  previous  section, 
tiiere  are  a  number  of  ways  you  can  find 
young  people  with  the  kinds  of  work  atti- 
tudes you  want  to  develop  in  your  future 
workforce.  Where  do  you  look? 

1.  University,  college  and  technical  school 
employment  offices. 

2.  High  school  guidance  counsellors  and 
CTS  (Career  and  Technology  Studies) 
programs. 

3.  Government  and  private  sector  agencies 
and  foundations.  See  the  Resources 
section  of  this  book.  Also  contact  your 
local  economic  development  authority  or 
chamber  of  commerce  to  find  out  about 
industry-driven  youth  employment 
initiatives  in  your  community. 

4.  Youth  Employment  Centres. 

5.  Career  fairs  for  youth. 


WHAT  TO  LOOK  FOR 

Young  workers  are  not  likely  to  have 
resumes  with  records  of  related  work 
experience.  A  small-to-medium  sized  busi- 
ness like  yours  is  often  the  first  experience 
for  young  people  just  entering  the  job  mar- 
ket. So,  given  youth's  scant  job  experience, 


how  do  you  size  up  a  prospective  young 
employee?  What  qualities  do  you  look  for? 
Research  has  shown  that  attitudes  toward 
work  -  positive  attitudes  -  are  related  to 
high  levels  of  job  performance.  Attitudes 
to  look  for  include: 

Conscientiousness  or  dependability  -  This 
aspect  of  personality  is  closely  related  to 
job  performance.  It  is  also  connected  to  a 
person's  will  to  achieve. 

Personal  optimism  -  People  who  believe  that 
their  life  experiences  are  pretty  much  under 
their  own  control  have  greater  success  on 
the  job.  Optimists  have  a  take  charge,  self- 
reliant  attitude  that  many  employers  report 
to  be  key  elements  to  a  person's  success. 

Positive  outlook  -  Employees  who  express 
positive  emotions  on  the  job  do  better  at 
work  and  have  a  positive  effect  on  other 
employees  as  well. 

Motivation  or  need  for  achievement  -  This 
characteristic  can  be  a  very  strong  predictor 
of  job  performance,  especially  in  an  environ- 
ment that  supports  highly  motivated  people. 

Independence,  initiative  -  Employees  who 
take  note  of  what  needs  to  be  done,  are 
not  afraid  to  try  new  approaches,  and  take 
responsibility  for  the  results  will  be  more 
productive  and  innovative. 

Courtesy  -  An  employee  who  shows  a  basic 
level  of  courtesy  is  most  likely  to  be  a  good 
listener,  pitch  in  to  help  before  asked,  and 
show  respect  for  others  in  the  workplace. 


8 


REJUVENATING 
YOUR  BUSINESS 


T  r  a  i  n  i  n 

^Jfjo Ju  r      New  Young 
E^  m  p  1  o  y  e  e 

Planning  ahead  for  success:  strategies  for  a  positive  start  that 
will  help  a  new  employee  thrive  in  your  work  environment. 


C 

^^ompanies  usually  throw  going  away 
parties  for  employees  when  they  leave  or 
retire.  Just  as  much  attention  should  be  paid 
to  welcoming  a  new  employee  into  your 
workforce. 


ORIENTING 


Starting  a  new  job  can  be  overwhelming  for 
anyone  -  so  many  new  people  to  meet, 
names  to  remember,  procedures  to  follow, 
rules  to  learn.  Plan  ahead  to  welcome  your 
young  employee  and  make  him  or  her  feel 
like  an  important  addition  to  your  staff.  A 
positive  start  will  help  them  thrive  in  your 
work  environment. 


TRAINING  FOR  SUCCESS 


Depending  on  the  job  and  the  new  employ- 
ee's background,  he  or  she  will  no  doubt 
require  training.  Determine  with  the 
employee  what  kind  of  training  is  needed. 
Start  by  making  a  detailed  list  of  the  tasks 
to  be  done  and  the  skills  required  to  do 
them.  Then  sit  down  with  the  employee 
and  go  over  the  list.  Ask  him  or  her  to 


anticipate  where  they  expect  to  run  into 
problems.  This  will  highlight  areas  where 
training  is  needed. 

Whether  you  or  another  supervisor  does  the 
training,  here  are  a  few  tips  to  keep  in  mind: 

1.  Explain  "why". 

For  each  step  or  procedure,  be  sure  to 
explain  why  something  is  done  in  a  certain 
way.  It  will  make  more  sense  to  the  trainee 
and  he  or  she  will  learn  faster  and  retain 
more. 

2.  Show  rather  than  tell. 

Explaining  how  something  is  done  is  never 
as  effective  as  showing  trainees  how  to  do 
it.  Demonstrate  each  step  slowly.  Repeat 
to  make  sure  the  person  saw  clearly  and 
understood  what  you  were  doing. 

3.  Allow  for  supervised  practice. 

Let  the  trainee  practice  the  new  skill  or 
technique  under  supervision  in  a  con- 
trolled setting  until  he  or  she  gets  it  right 
and  is  comfortable  with  it.  If  the  training 
involves  customer  service  and  communi- 
cation skills,  set  up  role-playing  situations. 

Continued  on  page  10 
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4.  Evaluate. 


"I  find  if  s  easier  to 
take  a  young  person 
with  no  experience 
and  teach  them  your 
way  of  doing  things. 
You  get  to  mould 
them  because  they 
don't  bring  excess 
baggage  from 
other  jobs." 
-  Marilyn  Meaney, 
administrator. 
Chess 
Construction  Ltd. 


After  the  training  is  completed,  malce 
sure  the  trainee  has  acquired  the  desired 
skills  and  is  using  them  properly.  In  a 
non-threatening  way,  test  his  or  her 
performance  by  asking  informal  questions 
and  reviewing  the  work  they  have  done. 
Praise  them  for  work  well  done.  Discuss 
any  problem  areas  that  might  require 
improvement  or  further  training. 

5.  Respect. 

It  could  happen  that  your  new  employee 
has  a  suggestion  on  how  to  do  something 
differently.  Respect  his  or  her  initiative 
and  hear  them  out.  They  may  come  up 
with  a  better  way. 


PROVIDING  1^/IENTORS 

^The  younger  generation  of  workers 
value  opportunities  to  learn  from  people 
with  more  experience.  They  welcome  the 
chance  to  form  long-term  bonds  with  man- 
agers and  mentors  —  experienced  and 
trusted  advisors  —  who  can  teach  them 
something  they  can't  get  from  other 
sources. 

If  you  have  a  young  employee  with 
potential,  take  the  time  to  be  a  mentor  or 
encourage  another  senior  staff  member  to 
take  the  role.  The  result  will  be  well  worth 
your  investment. 


PROVIDING  LEARNING  OPPORTUNITIES 


If  the  employee  shows  interest  in  learning 
other  jobs  in  your  business,  welcome  the 
initiative  and  make  the  learning  opportuni- 
ties available.  A  young  employee  with  this 
kind  of  ambition  presents  a  prime  oppor- 
tunity to  grow  your  own  business  and 
custom  train  your  own  workforce. 
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Mo  ti  vatm 


d  Keeping  Your 
ung  Employee 


Motivate  and  gain  the  loyalty  of  a  young  employee  by 
offering  the  right  kind  of  environment  and  incentives. 


fcifetime  loyalty  to  one  company  went 
out  with  lifetime  job  security.  However,  you 
can  still  gain  the  loyalty  of  young  employees 
by  offering  the  kind  of  environment  and 
incentives  that  motivate  them.  Consider  the 
following  motivational  strategies: 

1.  Providing  frequent  feedback 

This  is  a  generation  used  to  playing  video 
games  where  they  knew  their  score  at  the 
click  of  a  button.  They  like  to  know  how 
they're  doing  while  they're  doing  it. 

2.  Delegating  responsibility 

You  might  want  to  try  giving  your  young 
employee  100  per  cent  responsibility  for 
something,  anything,  and  let  him  or  her 
prove  themselves.  If  they  do  well,  consider 
giving  them  more  responsibility.  This  helps 
build  their  motivation  and  confidence. 

3.  Demonstrating  faith  in  them  and  their 
work  ethic 

With  a  new  employee,  you  might  be  tempt- 
ed to  check  up  on  them  to  see  if  they're 
doing  their  job.  If  you  resist  this  urge  and 
assume  the  best,  you'll  probably  get  it. 

4.  Providing  challenges  and  learning 
experiences 

This  generation  of  workers  values  chances 
to  continually  learn  new  skills  to  add  to 
their  portfolios.  By  making  time  available  to 


them  for  training  and  learning,  you  can 
support  them  in  these  goals.  You  can  also 
help  them  build  their  knowledge  and  skills 
by  encouraging  them  to  take  on  tasks  in 
different  areas  of  the  business. 

5.  Offering  flexible  benefits 

Benefit  plans  that  require  more  than  a  year 
to  kick  in  hold  little  interest  for  young  work- 
ers. Because  of  their  lowered  expectations 
about  job  security,  young  people  are  more 
interested  in  shorter-term  goals  and  incen- 
tives. They'll  respond  to  rewards  and  bene- 
fits that  are  available  immediately.  In 
exchange  for  working  overtime,  many  prefer 
time  off  for  leisure  activities.  A  pension  plan 
might  mean  nothing  to  a  young  person,  but  a 
no-questions-asked  time  off  "bank"  to  cover 
holiday  time,  sick  days  and  personal  time 
might  be  very  appealing. 

6.  Offering  flexible  working  arrangements 

These  might  include  compressed  schedules, 
telecommuting,  job  sharing  or  part-time 
hours. 

7.  Encouraging  a  sense  of  fun  in  the 
workplace 

If  you  allow  employees  to  inject  some  fun 
into  their  work  day,  their  positive  feelings 
will  have  a  beneficial  effect  on  the  whole 
work  environment. 

Continued  on  page  12 


8.  Keeping  your  technology  up  to  date 

If  your  employees  use  computers  on  the 
job,  they'll  be  happier  and  work  more 
efficiently  with  up-to-date  hardware  and 
software.  You  might  also  consider  providing 
Internet  access. 

9.  Focusing  on  results,  not  process 

Rather  than  telling  your  employees  how  to 
do  their  jobs,  you  might  get  better  results  if 
you  tell  them  what  you  want  to  accomplish 
and  let  them  deliver.  They  may  even  come  up 
with  a  quicker,  better,  cheaper  way  to  do  it. 

10.  Encouraging  creativity  and 
innovative  thinking 

Young  employees  will  work  better  if  you  give 
them  room  to  be  creative  in  their  work,  no 
matter  how  routine  or  mundane  the  task. 
Strict  dress  codes  or  prescribed  ways  of 
doing  things  can  stifle  creativity.  Instead, 
you  may  wish  to  encourage  critical  thinking, 
new  perspectives  and  different  ways  of  doing 
things  -  all  of  which  lead  to  innovation. 

11.  Letting  employees  "own"  their 
work  area 

You  might,  for  example,  allow  them  to 
arrange  their  desks  and  chairs  the  way  they 
like  or  surround  themselves  with  photos. 


posters  and  clippings  that  are  meaningful  to 
them.  Providing  it  doesn't  interfere  with 
their  work  or  with  customer  service,  you 
could  let  them  listen  to  the  radio  or  to  CDs. 

12.  Seeking  their  input 

Often  young  employees  have  valuable 
insights  to  offer.  You  will  benefit  if  you 
include  them  in  meetings  whenever  it's 
appropriate  and  encourage  them  to  make 
suggestions. 

13.  Respecting  the  work/life  balance 

Employees  appreciate  an  employer  who 
supports  the  fact  that  they  are  individuals 
who  have  lives  outside  the  workplace. 

14.  Comniunicating  well  and  frequently 

Employees  work  better  and  feel  more  com- 
fortable when  they  are  kept  informed  and  up- 
to-date  on  what's  happening  in  the  company. 

15.  Praising  them  for  a  job  well  done 

Praise  is  even  more  appreciated  when  it  is 
given  in  front  of  others. 

These  motivators  and  incentives  are  the  mark 
of  good  management,  no  matter  what  the  age 
of  your  employees.  When  you  create  a  com- 
pany culture  or  work  environment  based  on 
these  principles,  people  want  to  stay. 


WHAT     DO     YOUNG     WORKERS  VALUE? 


i  oday's  youth  believe  there  may  not  be  any  job  security  or  retirement  benefits  for  them. 
Yet  these  are  precisely  the  kinds  of  things  that  motivated  an  earlier  generation  of  work- 
ers. So  what  do  today's  youth  value  in  a  job? 

•  opportunities  to  learn  new  skills  •  flexible  schedules 

•  opportunities  to  excel  .  casual  dress  codes  (if  appropriate) 

•  interesting,  challenging  assignments  .  honesty  and  integrity  in  management 
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Conclusior 

1  :^ 

Y/o 

u  r  Wisest 
vestment 

Today's  young  workers  possess  many  positive 
attributes  that  will  keep  your  workforce  competitive. 


L  iring  and  training  young  people  may  be 
tlie  wisest  investment  you  can  make  for 
your  business,  given  an  aging  workforce  and 
a  shrinking  labor  pool.  While  youth  lack 
work  experience,  they  make  up  for  it  in  the 
many  positive  contributions  they  bring  to 
the  workplace.  As  products  of  their  times, 
they  are  flexible,  adaptable,  independent, 
innovative,  and  open  to  new  ideas.  They  are 


also  technologically  knowledgeable  and 
computer  literate.  Futurists  tell  us  these  are 
the  same  attributes  the  workforce  of  tomor- 
row will  need  to  remain  competitive  in  a 
constantly  changing  world. 

Young  people  are  the  future.  By  investing 
in  your  future  today  you  can  create  your 
ideal  workforce  of  tomorrow. 


^ 


Resources 

Agencies,    Government    Departments,  Programs 


Alberta  Advanced 
Education  and  Career 

Development 

The  department  is  involved  in 
several  initiatives  listed  in  this 
section  to  link  youth  with 
prospective  employers.  In  addi- 
tion, it  publishes  The  Competi- 
tive Race:  A  Guide  to  Human 
Resource  Practices  for  Small 
Business  which  has  informa- 
tion on  human  resource  plan- 
ning, recruitment  and  selection, 
and  training  and  development. 
For  more  information  or  to 
receive  a  copy,  contact: 

Alberta  Advanced  Education 
and  Career  Development 
Phone:  (403)  422-1794,  or 


Learning  Resources  Distributing 
Centre 

Phone:  (403)  427-5775 
Internet:  wvwv.aecd.gov.ab.ca/ 
careershop 

Youth  Connections 

Funded  by  Advanced  Education 
and  Career  Development,  Youth 
Connections  brings  together 
employers,  educators,  govern- 
ment and  young  people  to 
develop  the  potential  of  today's 
youth.  Youth  Connections  helps 
employers  develop  human 
resource  plans  and  links  them 
with  motivated  young  people 
who  are  interested  in  starting  a 
career.  Employer/youth  links 
can  include  direct  hiring  or  job 
shadowing,  work  exposure. 


mentoring  or  training  on  the 
job.  The  initiative  targets  young 
people  who  are  no  longer  in 
school  and  who  are  unem- 
ployed, under-employed  or 
working  but  looking  for  better 
opportunities.  Contact: 

Youth  Connections  Partnership 
Centre 

Advanced  Education  and 
Career  Development 
8th  Floor,  Commerce  Place 
10155  -102  Street,  Edmonton, 
AB  T5J4L5 

Phone:  427-3975  (outside 
Edmonton,  dial  310-0000,  then 
427-3975  for  a  toll-free  call) 
E-mail:  youth.connections 
@aecd.gov.ab.ca 

Continued  on  page  14 
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Youth  Employment  Centres 

(across  Alberta) 

Youth  Employment  Centres  offer  a 
variety  of  services  to  young  people 
aged  1 5-24.  Services  include  career 
and  employment  counselling,  work 
experience  opportunities,  work- 
shops, assistance  in  learning  the 
skills  of  finding  and  keeping  long 
term  employment,  and  access  to 
computers,  Internet,  photocopiers, 
fax  machines  and  a  career  resource 
library.  For  information  on  a  Youth 
Employment  Centre  near  you, 
contact: 

Youth  Connections 
Phone:  427-3975  (outside 
Edmonton,  dial  310-0000  and  then 
427-3975  for  a  toll-free  call) 
E-mail: 

youth.connections@aecd.gov.ab.ca 

Registered  Apprenticeship 
Program  (RAP) 

This  is  a  joint  program  of  Alberta 
Advanced  Education  and  Career 
Development  and  Alberta  Educa- 
tion. RAP  is  a  modified  appren- 
ticeship program  that  permits  a 
high  school  student  to  become  an 
apprentice  while  attending  school 
full  time.  The  student  receives 
credits  toward  a  high  school 
diploma  and  toward  his  or  her 
apprenticeship  for  hours  of  on- 
the-job  training  with  an  employer. 
The  apprentice  also  receives  pay- 
ment of  at  least  minimum  wage. 

For  information  contact: 
your  local  high  school,  or 
the  nearest  Career  Development 
Centre  or  Canada-Alberta  Service 
Centre,  or 

the  Career  Information  Hotline  at 
1-800-661-3753  (Edmonton 
422-4266),  or 

the  Internet:  www.tradesecrets.org 


CAREERS:  The  Next 
Generation  Foundation 

This  is  an  industry-led  partnership 
that  works  with  communities, 
educators  and  employers  to  pro- 
vide applied  workplace  learning 
opportunities  for  Alberta's  youth. 
Programs  include  the  RAP  PLUS 
registered  apprenticeship  program 
for  high  school  students  and  the 
Co-op  PLUS  apprenticeship  pro- 
gram in  partnership  with  commu- 
nity colleges.  Both  programs 
pre-screen  apprentices  and  pro- 
vide pre-employment  orientation. 

CAREERS:  The  Next  Generation 
Foundation 

Suite  1410,  Oxford  Tower 

10235  -  101  Street,  Edmonton,  AB 

T5J  3G1 

Phone:  (403)  426-3414 
E-mail:  careers@nextgen.org 
Website:  http://www.nextgen.org 

Career  Offices  and 
Co-operative  Education/ 
Internship  Programs 

These  services  are  offered  by 
most  universities,  colleges,  techni- 
cal institutes,  vocational  schools, 
and  other  post-secondary  institu- 
tions in  Alberta.  Contact  the  post- 
secondary  institutions  in  your 
community  for  information  on 
specific  programs. 

Experience  Canada 

Experience  Canada  is  a  project  of 
the  Council  for  Canadian  Unity. 
The  project  is  designed  to  help 
young  people  aged  18-29  gain 
work  experience  in  their  chosen 
field  while  developing  an  appreci- 
ation for  other  provinces  in  Cana- 
da. Participants,  who  must  be 
high  school  or  post-secondary 
graduates,  are  matched  with 
employers  for  a  six-month  work 
experience  in  a  province  other 
than  their  own. 


Experience  Canada 

1495  Heron  Road,  Ottawa, 

Ontario  K1V9Z9 

Phone:  1-888-234-6618 

Website:  http://www.experience 

canada.org 

Career  Edge 

Career  Edge  is  a  national  private 
sector  internship  program 
designed  to  provide  career-related 
experience  for  young  people. 
Established  Canadian  companies 
and  organizations  are  invited  to 
provide  internships  for  graduates 
of  university,  college  or  high 
school.  Host  companies  pay  a  fee 
to  cover  a  stipend  to  the  intern 
plus  an  administrative  fee.  Some 
larger  organizations  have  placed 
interns  in  smaller  organizations, 
such  as  their  customers  and  sup- 
pliers, that  may  be  unable  to 
sponsor  an  intern. 

Career  Edge 

P.O.  Box  142,  Royal  Trust  Tower 
77  King  Street  West,  Suite  3314 
Toronto,  ON  M5K  IHl 

Phone:  (416)  983-4833; 
toll-free  1-888-507-EDGE 
E-mail:  info@careeredge.org 
Website: 

http://www.careeredge.org 
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Rejuvenating  Your  Business 


Date 


Did  you  find  the  information  in  tiiis  publication  useful?  In  what  wayl 


How  could  we  improve  it? 


Do  you  have  any  suggestions  for  other  products  that  would  be  of  value  to  you? 


Would  You  Like  to  Receive  a  Catalogue  of  Our  Products? 

Name   

Address  

 Postal  Code  _ 

Phone  Fax   


Please  Return  this  Form  to 

Career  and  Labour  Market  Information 

Alberta  Advanced  Education  and  Career  Development 

6th  Floor,  9940  -  106  Street 

Edmonton,  AB  T5K  2V1 

Tel:  (403)  422-1794 

Fax:  (403)  422-5319 
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